Over the last decade and a half, demographic and economic structural changes -organizationally, nationally, and internationally -have challenged the ability of U.S. private sector firms to manage their human resources while still maintaining and promoting economic viability. Organizational work force demographic changes, such as increased employee average age, decreases in the proportion of the work force comprised of skilled younger workers, and increases in the proportion of female workers, have resulted, in many companies, in an increase in the ratio of active to retired workers (Clark, Ghent, & Headen, 1994) . For many of the firms that had experienced heavy work force reductions during the past 15 years, the active worker/retiree ratio may have changed from 15/1 in 1967 to as low as 4/1 or 3/1 by the early 1990s (Melbinger & Culver, 1992) .
At the same time, macroeconomic changes have led to the rapid escalation in the cost of health care. For example, a Charles Spencer and Associates survey of 128 medium and large companies found that by the onset of the 1990s, in large firms such as AT&T, DuPont, and General Electric, costs for retiree health and life insurance surpassed $100 million per annum, the bulk going into retiree healtĥ insurance alone. General Motor's bill, in fact, recently exceeded $1 billion for retiree health and life insurance (Toplin, 1990 ).
An additional major consideration recently impacting a firm's decision to offer the postretirement health care benefit has been the Federal Accounting Standards Board's (FASB) new strict Financial Accounting Standard (FAS) 106 for reporting retiree health insurance costs and liability and for accruing liability for this benefit (FASB, 1989; "Retiree Health: Costs, Methods, Funding," 1991) .
These factors have interacted in recent years to force companies to rethink and redesign policies regarding employee benefits, particularly the provision of postretirement health and income benefits. In this article, we describe how companies in the United States have begun to respond to these demographic and other macro-level structural changes with a range of behaviors regarding the provision of postretirement benefits. We then discuss our own research, indicating the impact of several organizational characteristics, including measures of human resource policy and programming, upon the likelihood that a company provides postretirement income and health care benefits. This expands the somewhat limited information available to date concerning why companies provide these benefits.
Employer Responses to These Challenges
A considerable literature exists detailing what specific steps companies have taken in response to these factors to redesign and implement postretirement benefit policies. First, many employers are atVol. 36, No. 5, 1996 tempting to limit their financial burden for postretirement benefits by building into the design of their benefits packages more cost-sharing features, especially those requiring increased employee responsibility. Thus, over the last decade, many firms have altered company policies to increase the retiree contribution to the total cost of the benefit -not only through higher deductibles and copayments but also through fixed employer payments and an increased emphasis on payments that are a function of employees' length of service in the company (Paine, 1993) .
For instance, in response to FASB 106 and the increased cost of medical coverage, more companies are moving to a postretirement health insurance coverage system in which each retiree's share of the premium is based on number of years of service, and companies are using self-funded plans rather than insurance plans outside the company ("Service Length Sets Retiree Medical Premium," 1992). Due also in part to FASB 106, firms are beginning to examine more closely the legal status of an employer's promise to provide postretirement coverage to an employee (Reicher, 1992) .
Some firms have gone the final step to drop the retiree health care benefit entirely. A1994 KPMG Peat Marwick study found that, across industry and geographic regions, between 1991 and 1992 alone, the percentage of companies with 200 to 999 employees offering retiree health benefits dropped from 44% to 37%, whereas the proportion of firms with between 1,000 and 4,999 employees offering retiree health care benefits decreased from 56% to 52%.
Second, in response to the same factors, the number of employer-sponsored pension plans as well as the number of plan participants are on the rise. Here also employer-initiated policy and programmatic change is evident, with a general shift of responsibility for retirement planning (whether to participate at all, how much to defer, and how to invest funds) away from the employer and toward the individual employee (Employee Benefit Research Institute, 1992) .
Specifically, proportionately fewer employers now offer traditional "defined benefit" plans in which each employee's future benefit is determined by a specific formula, the plan provides a guaranteed level of benefits upon retirement, and as a rule, employees make no contribution. Instead, more employers are offering either one or more of a range of revised defined benefit plans such as (a) "defined contribution" plans in which there is a nonguaranteed level of benefits and contributions from both employer and employee, or (b) hybrids of defined benefit and defined contribution plans (Employee Benefit Research Institute, 1992) . Moreover, although the total number of qualified employer pension plans has continued to grow in recent years, the number of defined benefit plans has declined since 1986, and defined contribution plans have continued to grow only slowly (Paine, 1993) .
Moreover, striking a cautionary note for the future are data from a Hewitt Associates study of 481 major corporations indicating that large employers have consistently retained a pension benefit model based on a defined benefit plan and one or more defined contribution supplemental plans. The study indicates uncertainty regarding whether this high retention will continue in a future in which service accruals eat into present excess assets, and new contributions are again required (Paine, 1993) .
Third, information also exists regarding the impact of these changes on firms of different work force size, for both the retiree health care and pension benefits. For example, nationally, the combined effect of the spiraling burden of health insurancerelated costs and the increased corporate work force dependency ratio has meant that firms with 1,000 or more employees are much more likely than are smaller companies to provide health insurance coverage for their retirees. In fact, Morrisey, Jensen, and Henderlite (1990) found that the retiree health care benefit is mostly a large firm occurrence; nearly 86% of retirees age 65 and older who were covered by a private sector employer in 1988 received that coverage from a company with at least 1,000 workers. Additionally, a nationally representative telephone survey of 327 employee benefits managers and chief financial officers (CEOs) found that one in three large firms (those with at least 1,000 employees) provided postretirement health benefits, whereas only one in eight with less than 1,000 workers did (DiCarlo, Gabel, Delissovoy, & Kasper, 1990) .
Finally, recent research has focused on employer efforts to use organizational policy and practice regarding postretirement benefits to impact employee behavior. In their recent study, Clark et al. (1994) pointed out that companies, in line with their overall personnel objectives, offer these and other benefits to (a) increase the total after-tax compensation their employees receive, (b) reduce quit rates during the prime working years, and (c) encourage early retirement when that is the firm's objective. These researchers point out, moreover, that the organization must consider offsetting the direct costs of the benefits it offers against cost savings secured when these benefits result in worker behavior congruent with larger company goals. Indeed, the provision of benefits can be seen as both an effort to control and modify employee behavior and as a part of organizational strategies to meet these larger goals (Clark et al., 1994) .
This recent work of Clark and his colleagues also expands what is known about the relationship between the firm's provision of postretirement health and pension benefits and a limited set of external environmental characteristics of the organization (geographic region and industry) and work force characteristics (number of employees and employee occupational categorization, such as professional, clerical, and so on). These researchers use employee benefits survey data from the U.S. Department of Labor to determine that there is a significant positive relationship between these two benefits. Moreover, the probability of offering both benefits increases with number of employees; firms in the North Central region are relatively more likely to offer the pension benefit; and the probability of retiree health insurance is considerably more sensitive to these firm characteristics than is the probability of pension coverage (Clark et al., 1994 ).
An Expanded Model of Firm Characteristics and Retirement Benefit Provision
Clark and his colleagues stated, however, that their investigation was limited by the unavailability of measures for a broader range of organizational and worker characteristics necessary to determine the likelihood that a firm will offer retiree benefits. We agree. More global, external environmental firm characteristics, such as geographic region and industry, and basic work force characteristics, such as number of employees and worker occupational categorization, provide only a limited picture of which factors are compatible with benefits provision.
Potentially more important are actual measures of organizational human resources policies and practices, such as the site within the firm for human resource policy making and implementation of policies specifically pertaining to retirees or potential retirees. These factors, along with an expanded set of measures of work force and external environmental characteristics, can offer a more detailed portrayal of organizational complexity and can supply a stronger explanation of which organizational factors do (and which do not) predict a firm's behavior regarding the provision of postretirement health and income benefits.
In fact, a data source providing a fuller set of organizational measures does exist, and we have used it in this investigation. In this article, we analyze data from a 1991 national sample of 953 U.S. private sector firms, varying in work force size and industry, that was designed to examine organizational policies and practices regarding human resources, particularly older workers. It uses an expanded set of organizational characteristics, measuring attributes of human resource policy and programming as well as indicators of the company's internal work force and external environment, to derive a fuller picture of the kind of firm likely to offer retiree health and pension coverage. Moreover, in contrast with the Employee Benefits Survey, which provides information only on benefits an employer promises employees, this source furnishes information regarding postretirement benefits the employer actually provides (Hirshorn & Hoyer, 1992) .
Two questions are explored:
1. To what extent do firm work force and human resource planning characteristics contribute to the likelihood that a company will provide retiree health and pension benefits? 2. Taking these aspects of the company into account, do external environmental characteristics, such as geographic region and industry, still contribute to our ability to predict the probability that a firm will provide these postretirement benefits?
Methods

Data Source and Sampling Procedure
The national sample of companies includes a broad range of measures of firm characteristics. A Dun and Bradstreet Market Indicator File was used to develop a sampling frame from which 3,300 firms, nationwide, were randomly selected after stratification by two-digit Standard Industrial Classification (SIC) within firm size as follows: small firms, 20-249 workers; medium-size firms, 250-999 workers; and larger firms, 1,000 or more workers. For analytical purposes, the 11 two-digit SIC codes were subsequently collapsed into seven categories: (a) agriculture, forestry, fishing, and mining; (b) construction; (c) manufacturing; (d) transportation, communication and utilities; (e) retail and wholesale trade; (f) finance, insurance, real estate; and (g) services.
(Public sector status precluded inclusion of the U.S. Postal Service and Public Administration classifications.) Equal numbers of companies of each firm size were drawn (1,100 of each). Medium-size and large firms were oversampled. Although they represent much smaller proportions of the national population of firms with 20 or more employees than do small firms, as defined earlier, medium-size and large firms are considerably more likely to have formalized human resource policies and programs than are small firms (see Appendix, Note 1).
During the first half of 1991, up to three mailings of a 52-question instrument were sent to firm CEOs in the sample to determine differences in corporate demographic characteristics and human resource practices between firms hiring retiree workers and firms not hiring retirees. This resulted in 953 responding firms (a 30% response rate for "reachable" firms, excluding response attrition from such sources as unknown addresses, business closings, etc.)
Although a response rate of 30% for a direct mailing to CEOs is typical of studies in which the organization, particularly the private sector firm, is the unit of analysis (e.g., Greer & Ireland, 1992; Hoskisson & Hitt, 1988; Jackson, Schuler, & Rivero, 1989; Nayyar, 1993; Robinson & Pearce, 1988) , a 12% random sample of 270 nonrespondents was drawn to test for nonresponse bias, using a shortened telephone interview version of the mail questionnaire (S. Heeringa, personal communication, December 7, 1990) . This interview included the two questions regarding the presence and active recruitment of retiree employees, reported earlier. We obtained responses from 196 of 244 (80.3%) accessible firms (i.e., those that had not undergone a nontraceable move, a merger, a name change, or some other status alteration preventing tracking).
Mail survey respondents and nonrespondents were compared on key organizational demographic characteristics and found not to differ significantly. Moreover, tests of the difference between proportions were computed to compare respondents to the initial mail survey with those in the nonrespondent interviews on a key organizational policy questionVol. 36, No. 5,1996 the proportion of firms hiring retiree employees. No significant differences existed between respondents and nonrespondents regarding the proportion of firms hiring retiree workers (.625 and .667, respectively) or in the proportions controlling for firm size, for a two-tailed test at the p = .05 level (see Appendix, Note 2).
Measures
The dependent variables in our analysis measure whether or not the company provides postretirement benefits: "Does your company provide health care benefits for individuals who have retired from the firm? (Yes/No)" and "Does your firm provide pensions or other retirement income benefits to individuals who retire from your company? (Yes/No)."
Three sets of explanatory variables were used to characterize and assess the organizations analyzed. The first, firm work force characteristics, included several characteristics of the company's employees. In addition to "total number of employees," there was a limited measure of historical change in the size of the company work force: "changes in work force size during the three-year period prior to data collection increased/decreased/fluctuated/remained stable." A measure of the proportion of the work force 50 years of age or older (less than 10%; 10%-19%; 20%-29%; 30% or more) was included to obtain some notion of age composition that is sensitive to the proximity in age of most current active employees to postretirement benefits. The proportion of the company work force that is composed of men (less than 30%; 30%-60%; 70% or more) provided information about gender distribution, given that men are historically and currently much more likely than are women to receive postretirement benefits (O'GradyLeshane, Kingson, & Hopps, 1988; Shaw, 1988) . The proportion of the work force in professional or managerial positions (less than 30%; 30%-60%; more than 60%) was included because of the historical proclivity of firms to provide postretirement benefits to workers in these categories, at least. Finally, there was a measure of work force unionization (companies in which less than 10% or 10% or more of the work force was unionized).
The second subset of variables assessed firms' human resource practices. Measures of the company's human resource policies and practices included an indicator of whether human resource policy design is centralized (designed at corporate level only or at multiple levels) and whether policy implementation is centralized (implemented at corporate level only or at multiple levels). Additionally, we included a measure of whether or not the company offers employees the option of phased retirement (a diminution of the number of hours or of the range of tasks required for jobs held prior to retirement from the company), a measure of whether or not the company offers a formalized early retirement option, and a measure of whether or not the company employs workers who had previously been retired (from that firm or elsewhere).
The third subset of variables helps to define the external environmental attributes of the larger context in which the organization exists. These attributes may impact significantly how the company interacts with its employees. This subset includes the geographic region of the country in which the company, or its corporate headquarters in the case of multi-site firms, is located (East, Northeast, Central, South, West). "Industry" refers to industrial classification, here collapsed into the seven categories described earlier. Finally, a measure of "change in the growth of the industry" to which the firm belongs indicates whether or not, over the three-year period prior to data collection, the respondent judged the industry as a whole to have experienced business growth, decline, fluctuation, or stability.
Results Table 1 presents descriptive statistics regarding three subsets of company characteristics: (a) firm work force characteristics, (b) human resource (HR) policies and practices, and (c) external environmental characteristics for the total sample and for those subsamples providing postretirement health care or pension benefits (see Appendix, Note 3). Of the total 953 organizations surveyed, 335 (35.2%) reported that they provided health care benefits for their retirees; 683 (71.7%) reported that they provided pension benefits for their retirees; and 309, or 32.4% (untabulated data), reported that they provided both health care benefits for their retirees as well as pension benefits. Regarding external environmental characteristics of the total sample, firms were roughly equally distributed across regions of the United States, with slightly fewer firms included from the West. One-third of the companies were in the manufacturing industry; 30% were in the service industry; and the remaining firms were in other industries.
Also for the sample as a whole, roughly equal proportions of firms indicated small work forces (20 to 249 employees); medium-sized work forces (250 to 1,000 workers), and large work forces (at least 1,000 employees). Almost half of the firms indicated that they had experienced an increase in the size of their work force over the preceding three years, and nearly three-quarters indicated that under 10% of the work force was unionized.
Distributions of the measures of human resources practices of the total sample indicate that in 75% of these companies human resource policies were made entirely at the corporate level. Somewhat less, 43%, indicated that human resources policies were implemented at the corporate level only, indicating greater diffusion within organizations in the responsibility for carrying out policies designed in a more centralized manner. Only 11% of the firms indicated that they had a formalized phased retirement program and 36% an early retirement policy. However, 62% indicated that they employed retiree workers.
When the subsamples of firms providing each postretirement benefit are broken down according t o t h e m e a s u r e m e n t c a t e g o r y o f t h e v a r i o u s f i r m characteristics, interesting interorganizational comparisons are evident. We found that the proportion providing each of these benefits increases with work force size, and, confirming Clark et al.'s (1994) findings regarding firms offering these benefits, the percentage providing both benefits increases with size as well (latter is from untabulated data). Moreover, it was no surprise that companies that had experienced a decrease in work force size over the preceding years were also somewhat more likely to offer the health care benefit (44.4% compared with about a third in firms with other size change statuses and 35.2% of the total sample). Such benefits are often used in organizational attempts to target senior employees during reductions in force (Hanks, 1990; Hirshom, 1988) . The greater provision rates (53.1%, compared with 28.9% for the less unionized and 35.2% for the total sample; 87.5% compared with 67.4% for the less unionized and 71.7% for the total sample) among the more unionized firms were also to be expected because these postretirement benefits typically are written into bargained agreements.
There was a corresponding increase in the proportion of companies providing these benefits when an increasing proportion of the company was composed of workers 50 years of age and older. However, although the proportion of companies providing the health care benefit increased with the representation of men in the work force, the proportion providing pensions stayed constant for gender.
The most notable finding regarding human resources practices was that organizations offering employees an early retirement option nearly universally provided the pension benefit (97.6%) and were much more likely to offer the postretirement health care benefit than were those firms not offering this option (62.4% compared with 20.6% and with 35.2% for the total sample). Companies in which human resources policy implementation was more decentralized also were considerably more likely to provide these postretirement benefits (41.1 % compared with 27.8% and 77.5% with 64.7%). Additionally, those hiring retiree employees (retirees of either that organization or elsewhere) were more likely to provide the postretirement benefits than were those not hiring retirees (39.6% compared with 27.7% and 76.9% with 63.0%).
The most obvious finding regarding external environmental characteristics was that greater proportions of firms in the Northeast and upper mid-West sections of the country provided these postretirement benefits, in conformity with the greater likelihood of unionization in these regions.
Multivariate Analyses
To respond to the first of our focal questions (To what extent do firm work force and human resource planning characteristics contribute to the likelihood that a company provides retiree health and pension benefits?), logistic regression analyses were carried out separately for each of the three subsets of variables. (See Table 2 , columns 1 to 3 for the provision of a retiree health care benefit and Table 3 , columns 1 to 3 for the provision of a pension benefit.) Then, to address the second question (Taking these aspects of the company into account, do external environmental characteristics such as geographic region and industry contribute to our ability to predict whether a firm provides these postretirement benefits?), hierarchical logistic regression analyses were performed in which firm work force characteristics were entered first; human resource practices variables second; and external environmental characteristics last. (See Table 2 , column 4, for the provision of retiree health care coverage and Table 3 , column 4, for the provision of a pension benefit.) The latter procedure assesses the relative contribution of these three groups of firm characteristics.
The rationale for the order of entry in the hierarchical models was that, if organizations use the provision of these postretirement health care provision and pension benefits as strategies for retaining or reducing their work forces, one might expect that characteristics of the firm's work force would be most predictive. One might expect, also, that human resource practices, as a policy-making mechanism for designing and implementing the company's strategic planning, would be the next most predictive of the provision of these benefits. Finally, one might suppose that the more macro-level external environmental variables relating to region and industry would be least likely to predict the provision of these benefits when the more firm-specific measures already have been entered into the the model (see Appendix, Note 4). The separate, reduced model logistic regression analyses indicating the predictive utility of each of the three subsets of variables were fairly comparable for the two dependent variables of "provision of health care coverage for retirees" and "provision of pension benefits" (columns 1-3 in Table 2 and Table  3 ). Moreover, each reduced model significantly contributed to the likelihood that a firm with at least 20 employees provided these benefits. (See model chisquares representing the improvement in fit over the model containing only the constant, at the bottom of Table 2 and Table 3 .) Thus, there is definitely support for the proposition that, along with external environmental characteristics, the more proximate work force characteristics and human resource practices contribute to the likelihood that a firm provides these postretirement benefits.
Specifically, in the model with company work force characteristics only (column 1 in Table 2 and  Table 3 ), the size of the organization's work force, whether 10% or more of the work force was unionized, and the proportion of employees aged 50 and over each predicted both health care coverage and pension benefits. In particular, medium and larger sized firms were more likely to provide health care coverage and pension benefits for retirees than were smaller firms; unionized firms than nonunionized; and companies with greater proportions of workers over 50 years of age than those with lower proportions. (Although the proportion of the work force in the professional and managerial ranks predicted the provision of pension benefits, it was not predictive of the provision of health care coverage for retirees.)
The reduced model with human resources practices only makes clear the impact of these policies on the likelihood that companies offer the two postretirement benefits. Firms more likely to offer both benefits were those in which the implementation of HR policies were at multiple levels in the organization rather than at the corporate level only; firms that had early retirement programs; and those that actively recruited retirees.
The models with just external environmental characteristics suggest both differences and similarities in the impact of these variables upon the likelihood that a company offers these postretirement benefits. Industrial classification predicted both benefits in these models. Companies in construction, retail trade, and service were less likely to provide health care coverage than the reference group of companies in agriculture, forestry, fishing, and mining. (Firms in finance, manufacturing, transportation, and wholesale trade did not significantly differ from the reference group in the likelihood of providing health care coverage for their retirees.) In the reduced model for the provision of the pension benefit, the pattern of industry differences was essentially the same although service firms did not significantly differ from the referent group of agriculture, forestry, fishing, and mining.
On the other hand, although there were no regional differences in the likelihood of providing pension benefits, there were regional differences with respect to the provision of health care coverage for retirees. Specifically, firms in the East and Northeast were more likely to provide health care coverage for retirees than those in the South, although firms in the Central United States and West did not differ from those in the South. Finally, recent changes in industrial growth did not predict health care coverage for retirees but did predict the provision of pension benefits. Specifically, firms in industries that had experienced growth, decline, or fluctuation over the previous three years all were more likely to provide pension benefits than those in industries in which growth had remained stable during that period.
With all variables in the equation, in the full, hierarchically inputted models (column 4 of Table 2 and  Table 3 ), the impact of both individual predictors and the three subsets of company characteristics changed. In particular, the impact of work force characteristics as a group diminished somewhat. Firm size did continue to predict both provision of health care coverage and pension benefits for retirees, with larger firms being more likely to provide these benefits than small firms, Similarly, the larger the proportion of older employees, the more likely the firms offered both of these benefits to their retirees. However, unionization no longer predicted provision of either of these benefits as it did when only the firm's work force characteristics were included in the equation, and the proportion of professional and managerial employees in the firm predicted the provision of health care coverage but not pension benefits.
Regarding the impact of human resource variables in the full models, although the existence of early retirement programs remained a significant predictor of both benefits, the level at which HR policies are implemented as well as the employment of retiree workers were no longer significant predictors of either.
Finally, the more macro-level external environmental characteristics also reflected some change in significant predictors. Region no longer predicted the provision of the health care benefit. Moreover, industry did not significantly predict the provision of pension benefits, and the only significant contrast in predicting health care coverage was that service industries were less likely to provide this benefit for their retirees.
Recent changes in industrial growth continued to predict the provision of pension benefits and to remain nonpredictive of a retiree health care benefit. Specifically, companies reporting that their industry had grown or declined during the preceding three years were more likely to provide pension benefits, although this variable was not predictive of the retiree health care benefit.
Examination of the column 4 models chi-squares in Tables 2 and 3 , demonstrating the improvement in fit by adding the next block of variables into the logistic regression model, indicated that human resource practice variables significantly improved the fit of the model over the firm's work force characteristics in predicting both health care coverage and pension, benefits for retirees, x 2 (5, N = 741) = 65.33, p < .05, and x 2 (5, N = 745) = 70.41, p < .05, respectively. Yet, the addition of the external environmental characteristics significantly improved the prediction of companies' provision of these benefits above and beyond the contribution of the other firm characteristics, x 2 03, N = 741) = 26.94, p < .05), and x 2 (13, N = 745) = 28.87, p < .05, respectively. Thus, external environmental characteristics still have an impact.
Discussion
As O'Rand (1986) has pointed out, nonsalary benefits really do not deserve the assignation of fringe because they are "a key dimension of the economic reward system of the workplace, above and beyond that of occupational earnings" (p. 676). It is essential therefore, for analysts to keep a close accounting of the organizational components of and players in the decision-making process regarding who offers these benefits, in what form, and to whom.
This analysis indicates that work force characteristics and human resources practices and policies contribute considerably to the likelihood that a U.S. company with at least 20 workers will offer its employees postretirement health care and pension income benefits. Moreover, the study makes it clear that the three subsets of variables are interrelated and that the impact of some variables, including some of the more global, external characteristics, diminishes in a fuller predictive model. This is certainly demonstrated by the diminished influence of the more macro-level external characteristics of region of the country and industrial classification when one tracks their impact on benefit provision between the subsetted and full models. Yet it is also true that the relative contribution of some of the more endogenous firm work force characteristics, such as having less than 10% of the work force unionized, and of some of the human resource practice characteristics, such as level of human resource policy implementation or hiring of retiree workers, also diminished in the fuller model. On the other hand, the continued strength of two variables, the proportion of the work force over age 50 and the firm policy of offering a formalized early retirement option, lends credence to the contention that companies provide postretirement benefits as a strategy to influence employee exiting behavior.
The study's corroboration of earlier findings (Clark et al., 1994; Morrisey et al., 1990 ) that service industry companies are less likely to offer postretirement health care coverage is notable in another respect. The current continued movement toward increased marginalization of the national labor force is marked by a growing proportion of U.S. workers in jobs that provide tenuous ties to any one employer and modest or no fringe benefits (Bluestone & Harrison, 1986; Kochan, Kate, & McKersie, 1986; Steinmetz & Wright, 1989) . Such positions are widespread in the service industry, and this industry's share of the labor force, long on the upswing, is projected to increase substantially (Burke & Morton, 1990; Sum & Fogg, 1990) . Furthermore, the cumulative impact of increasing proportions of individuals spending a large portion of their life time labor force experience in service industry organizations can lead to considerable numbers of older workers facing postretirement years without these benefits, which is no small matter given the increasing age for Social Security retirement income eligibility and the possible curtailment of Medicare benefits.
However, an additional consideration generated by this analysis regarding industry, in particular, is the possibility that what has been tendered in the past as "industry-related differences" may, in fact, be more a reflection of common practices across organizations within that particular industry. Thus, in contrast with other research findings (e.g., Burke & Morton, 1990; Sum & Fogg, 1990) of the significance of industry membership to the likelihood of offering these employee benefits, industry may actually be a surrogate for the impact of shared firm practices and characteristics.
It is important to remember that most firms with more than 20 employees do customarily strategize on the provision of such benefits, along with a range of other issues, as part of the mechanism by which they reach their long-range objectives as well as their short-term bottom lines. The intentionality of this planning process also is frequently modified in midstream by the need to factor in external forces and events over which the company has little control (e.g., the recent FASB ruling; the Employment Relations Income Security Act [ERISA] legislation) but that necessitate considerable policy modification. Policy on postretirement benefits, then, is likely to be evolutionary and to reflect the impact of a constantly changing mix of exogenous factors, proximate work force characteristics, and other human resources practices that also vary from organization to organization. In this respect, the study's finding that a range of human resource policies are important in their own right in the determination of postretirement benefit policies is notable. Employer modification of postretirement benefit policies, then, factors in not only FASB rulings but human resource policies as well. Indeed, the fact that some of these human resources policies remain significant in the full models indicates that they are still having an independent effect upon the employer's decision making in this domain.
This study provided information regarding the impact of proximal firm work force characteristics and human resource planning factors that typically inform many private sector firm's objective setting, planning, and strategizing. Unlike a case study, it could not provide the requisite level of detail to describe the short-and long-term decision-making processes that result in a company offering a certain postretirement benefit at any point in the organization's unique history. Also, due to data limitations, it lacked some of the more refined measures of benefit provision, for firms indicating that they provided these benefits at all, as well as measures that would provide additional information about the nature of these benefits (e.g., number of years of employment necessary for pension vesting; existence and size of health care benefit deductible). Whether micro-or macro-analytic in scope, then, it makes sense to extend this line of research by using a longitudinal model with human resource policy variables as mediators of the impact of work force characteristics and external environmental characteristics on benefits provision as well as more measures of the benefit provision environment. This would provide the means for using a full complement of organizational factors to track change over time in the benefit provision process in work organizations.
